This study examined the psychometric properties of a Serbian translation of the Career Adapt-Abilities Scale (CAAS -Serbian Form). Two different studies involving Serbian employed adults were conducted. In the first study (n = 374), the results of confirmatory factor analyses supported the four-factor structure of the scale and it is shown that the overall CAAS score and sub-dimension scores were highly reliable. The second study (n = 270) demonstrated the external validity of the instrument. Correlations with narcissism, career satisfaction, supervisory support, perceived social support, and burnout were consistent with the theoretical expectations and results of previous studies, suggesting good external validity of the instrument. The configural, metric, scalar, and residual measurement invariance of the CAAS -Serbian Form among two samples were established. It was concluded that the CAAS -Serbian Form has adequate psychometric properties, and hence could be considered as a reliable and valid instrument for measuring career adaptability of employed adults.
examine scale invariance across two samples and external validity of the CAAS -Serbian Form. Correlation analyses with the Dark Triad personality traits, career satisfaction, supervisory support, perceived social support, and burnout were examined in order to explore the external validity of CAAS -Serbian Form.
Researchers within the domain of organizational psychology have started turning to the analysis of the dark side of personality more frequently (Guanole, 2014; O'Boyle, Forsyth, Banks, & McDaniel, 2012; Spector & Fox, 2010) , understanding it as the first relevant milestone in the field after examining The Big Five in the prediction of work behaviour. Withal, the notion of a career in Serbian culture often has a negative connotation (career-oriented people are frequently offensively called careerists). Hence, the career adaptability construct has been analysed in relation to the Dark Triad personality traits (Paulhus & Williams, 2002) . The Dark Triad consists of the following traits: Machiavellianism, subclinical narcissism, and subclinical psychopathy, which are characterized by reckless self-promotion, emotional coldness, duplicity, manipulation, and aggression (Paulhus & Williams, 2002) . However, these traits are correlated with career adaptability, which is indicated by the research that examined the relationship between the Dark Triad and different career outcomes. Narcissism proved to be a relevant positive predictor of the amount of earnings and career satisfaction (Hirschi & Jaensch, 2015; Spurk, Keller, & Hirschi, 2015) . Besides, research shows that the perceived narcissism of the leader has significant effects on earnings and employee development (Volmer, Koch, & Göritz, 2016) . Also, studies conducted in Serbia show that narcissism has significant positive effects on career adaptability (Suvajdžić, 2018) , commitment to profession and career (Dostanić & Gojković, 2019, in press ). Therefore, we expect a positive correlation between narcissism and career adaptability in this research as well. Unlike other studies where Machiavellianism and psychopathy are portrayed as highly negatively associated with different career outcomes (Spurk, Keller, & Hirschi, 2015; Volmer, Koch, & Göritz, 2016) , our studies did not provide such correlations (Suvajdžić, 2018; Dostanić & Gojković, 2019, in press ). Accordingly, it is expected that a significant correlation of these two constructs with career adaptability will not be established, so they will be involved in the research to imply the discriminant validity of the scale.
Career satisfaction has been viewed as an integral factor in career success and as an important criterion for valuing an individual's career as a whole (Gattiker & Larwood, 1989) . Considering that flexibility, readiness to face challenges, as well as the belief that these challenges may be overcome, represent indispensable factors for each career success, we used the construct of career satisfaction for the external validation of career adaptability in this research. Previous research indicates a significant positive correlation between career adaptability and career satisfaction (Niu & Guo, 2009; Tolentino, Garcia, Restubog, Bordia, & Tang, 2013; Zacher, 2014) . For this reason, such a connection is expected in this research, as well.
Most of the employees spend at least eight hours a day at work, although they sometimes spend more if they have an opportunity to learn or acquire new skills. In order to be able to separate this time and to develop a career in the expected direction, it is necessary to receive the support of supervisors and other important people from the individual's environment. Social support implies resources which an individual perceives to be at her/his disposal or which are really available due to relationships established with other people (Cronkite & Moos, 1995) . Numerous studies indicated a positive correlation between career adaptability and social support (Creed, Fallon, & Hood's, 2009; Hirschi, 2009; Tian & Fan's, 2014) . Therefore, a positive correlation is also expected in this research.
Career orientation, openness to business challenges and continuous learning often cause a lot of stress. If the amount of stress overcomes a person's coping resources, it can lead to the burnout syndrome. The burnout syndrome represents a prolonged response to chronic emotional and interpersonal stress associated with a person's business sphere of life (Dedić, 2005) . Studies show that burnout at work is negatively associated with the dimensions of career adaptability (Harry & Coetzee, 2013) .
Following the form of previous validation studies of the CAAS-International Form (e.g., Johnston, et al., 2013a; Johnston, Luciano, Maggiori, Ruch, & Rossier, 2013b; McKenna, Zacher, Ardabili, & Mohebbi, 2016; Šverko & Babarović, 2019; Yucel & Polat, 2015) , we wanted to give contribution to the research of career adaptability in Serbia by offering a comparable methodological ground for the researchers who deal with this phenomenon.
Study 1
The first study goals were to examine: (a) the hierarchical factor structure of the CAAS -Serbian Form, and (b) the reliability of the CAAS-Serbian Form. Specifically, we expected that: (a) factor structure would be similar to CAAS-International Form Johnston, et al., 2013a; Johnston, Luciano, Maggiori, Ruch, & Rossier, 2013b; McKenna, Zacher, Ardabili, & Mohebbi, 2016; Šverko & Babarović, 2019; Yucel & Polat, 2015) , and (b) the internal consistency estimate of the four subscales and the total score would be adequate (i.e., at least .60; Nunnally & Bernstein, 1994) .
Method

Sample and Procedure
The sample included 374 adults (57.5% female), ranging from 21 to 64 (M = 39, SD = 11.35) years of age. Participants were employees from small and medium-sized enterprises in Serbia. Considering the occupational field they work in, 21% of them were from the banking sector, 22% from public administration, 21% from information technologies, 15% from production, 10% from insurance, 9% from healthcare and 2% from education. More than half of the respondents (65.9%) work in private organizations. For the educational background, 43% of them completed secondary education, 49.5% of them received a bachelor degree, 6.4% a master degree and 1.1% a doctoral degree. The job tenure ranged from 1 to 40 years (M = 15.03, SD = 10.50). There were 46% subordinates and 54% held supervisory positions.
The research was conducted in the period from March to June 2016. Data were collected in organizations during working hours using a paper and pencil format, under the supervision of the researchers. The participants filled out the questionnaire in groups after the researchers explained the purpose of the study. It took the respondents between ten and twenty minutes to complete the CAAS. Participants were informed that the research was anonymous. Participation was voluntary and not compensated in any way.
Instrument
The Career Adapt-Abilities Scale International Form (CAAS -International Form; . The scale consists of 24 items scale that are combined into a total score indicating career adaptability, and are also divided equally into four subscales that measure the adaptability resources of Concern (e.g., "Concerned about my career"), Control (e.g., "Making decisions by myself"), Curiosity (e.g., "Becoming curious about new opportunities"), and Confidence (e.g., "Performing tasks efficiently"). The participants' responses to the CAAS are given on a 5-point Likert type scale from 1 (I don't have the ability to) to 5 (I have a very strong ability to). The authors of the scale claim good reliability of the scale (Cronbach's alpha coefficient was .92) and of all subscales (Cronbach's alpha coefficients were .83 for control, .74 for concern, .79 for curiosity, and 85 for confidence) . The scale was translated into Serbian through the committee technique in three iterations (Brislin, Lonner, & Thorndike, 1973) by three independent translators, who were not members of the study team. Two of the translators were lecturers of English language at Faculty of Philology, University of Banja Luka, and one of the translators was a court interpreter.
Results
Structural Validity and Reliability
The CAAS -Serbian Form item means (M) and standard deviations (SD), appear in Table 1 , suggest that the typical response was in the range of moderate to strong, compared to other countries participating in the CAAS project . Skewness (Sk) and Kurtosis (Ku) values for the CAAS -Serbian Form items, appear in Table 1 , ranged from (-.78. to .07; the standard error of Sk is .13) and (-.84 to .76; the standard error of Ku is .25) respectively, suggesting that the items conform to the assumptions of confirmatory factor analysis for this sample (Bentler, 2004) . Confirmatory factor analysis with maximum likelihood method was performed using AMOS version 19 to assess the structural validity of the CAAS Serbian-language form. In order to assess model fit, various goodnessof-fit indices were considered; χ 2 per degree of freedom (χ 2 /df), the goodness of PSIHOLOGIJA, 2019, OnlineFirst, 1-21 fit index (GFI), the comparative fit index (CFI), the Tucker-Lewis index (TLI), and the root mean square error of approximation (RMSEA; Kline, 2011) . The value of χ²/df ≤ 3 is considered to be an indicator of a good fit (Kline, 2011) , while the value ≤ 5 (Marsh & Hocevar, 1985; Wheaton et al., 1977) is acceptable for the samples bigger than N = 200. A model is considered to have an acceptable fit if the GFI value is about .85 or above, the CFI and TLI values are about .90 or above and, the RMSEA value is .08 or less, although RMSEA values that are less than .10 can also be acceptable (Kline, 2011) . A hierarchical model was considered with four first-order latent constructs (concern, control, confidence, and curiosity) and one second-order factor latent construct: adaptabilities. Note. MI > 20 = Modification indices greater than 20.
The results (Table 2 ) indicated a moderate degree of model fit with the GFI value close to .85, CFI and TLI values close to .90, RMSEA below .10, and a χ 2 / df of 3.646. As can be seen in Table 1 , the standardized loadings for the items ranged from .32 to .82 (Mdn = .68). All the items have factor loadings equal to or greater than .50, except for item 6. Item 6 has loading .32. The standardized loadings for the second-order variables ranged from .70 to .88 (Mdn = .81). A second four-factor model considering modification indices (MI) greater than 20 associated with the covariances between the error terms within each dimension was also tested. The shared variance was allowed only between items within a dimension, between seven pairs of similar and somewhat overlapping items and the model can be seen in Figure 1 . This resulted in a significant improvement in model fit with χ²/df < 3, CFI and TLI about .90 and GFI greater than .80. The correlations between error terms were all below .50. The standardized loadings ranged from .31 to .76 (Mdn = .66) for the items, and from .70 to .92 (Mdn = .84) for the second-order variables (Figure 1) . The degree of model fit, as well as the loadings, is comparable to the results of the international validation of the CAAS in 13 countries . The reliabilities of the CAAS scales (Table 3) are pretty high for this sample relative to the total international sample . The total score for the CAAS-Serbian Form has reported reliability of .92, which is higher than the subscale scores of Concern (.88), Control (.82), Curiosity (.84), and Confidence (.85). Correlations among the CAAS scales (Table 3) are moderate to high (Cohen, 1988) . Furthermore, the four subscales correlate from .78 to .84 to the CAAS total score. 
Study 2
The second study aimed to: (a) verify the CAAS -Serbian Form scale measurement invariance across two samples, from Study 1 and Study 2, and (b) to examine the external validity of the scale. Specifically, we expected that: (a) measurement invariance of the hierarchical structure of CAAS -Serbian Form between the two samples, from the Study 1 and Study 2, and (b) career adaptability would be positively and weakly associated with narcissism (Hirschi & Jaensch, 2015; Spurk, Keller, & Hirschi, 2015; Suvajdžić, 2018; Volmer, Koch, & Göritz, 2016) , career satisfaction (Niu & Guo, 2009; Tolentino et al., 2013; Zacher, 2014) , supervisory support (Cronkite & Moos, 1995) , perceived social support (Creed, Fallon, & Hood's, 2009; Hirschi, 2009; Tian & Fan's, 2014) , and negatively and weakly associated with burnout (Harry & Coetzee, 2013) .
Method
Sample and Procedure
The sample was composed of 270 adults (54.8% female), of age range from 20 to 65 years (M = 40, SD = 10.77). The participants were employees from small and medium-sized enterprises in Serbia. For the job professional field, 23% of them were from the banking sector, 21% from public administration, 20% from information technologies, 17% from production, 8% from insurance, 7% from healthcare and 4% from education. Slightly more than half of the respondents (58.1%) work in private organizations. For the educational background, 23.3% of them completed secondary education, 53% of them obtained a bachelor degree, 18.9% a master degree and 4.83% a doctoral degree. The job tenure ranged from 1 to 40 years (M = 15.19, SD = 10.58). There were 71.9% subordinates and 28.1% held supervisory positions.
The research was conducted in the period from April to June 2018. The application of the questionnaires was similar to Study 1. Data were collected in organizations using a paper-and-pencil format, under the supervision of the researchers. The participants filled out the questionnaires in groups. It took the respondents about 30 minutes to complete them. Participation was anonymous and voluntary.
Instruments
Beside the CAAS-Serbian Form described in Study 1 (Cronbach's alpha coefficients for CASS, on the sample in this study, were .85 for control, .84 for concern, .86 for curiosity, .89 for confidence and .93 for the total score), the following questionnaires were also administered. & Paulhus, 2014) . The scale consists of 27 items that measure Machiavellianism, psychopathy, and narcissism. The participants' responses to the SD3 are given on a 5-point Likert type scale from 1 (strongly disagree) to 5 (strongly agree). For this study, the Cronbach's alpha were .75 for Machiavellianism, .75 for Psychopathy, and .69 for Narcissism. Scale (CSS; Greenhaus, Parasuraman, & Wormley, 1990) . The CSS measure career satisfaction as the evaluation of an individual's progress toward meeting different career-related goals (e.g., income, advancement, development, and overall career goals) and global career-related successes. The scale consists of 5 items and the participant uses a 5-point Likert-type scale from 1 (strongly disagree) to 5 (strongly agree) to express the degree of agreement with each of them. For this study, Cronbach's alpha was .90. Scale (SSS; Greenhaus, Parasuraman, & Wormley, 1990) . The SSS assesses employee perceptions of the extent to which they receive supervisory support (e.g., career guidance, performance feedback, work opportunities that promote employee development and visibility, and challenging work assignment) in their job. The scale consists of 6 items and the participant uses a 5-point Likert-type scale from 1 (strongly disagree) to 5 (strongly agree) to express the degree of agreement with each of them. For this study, Cronbach's alpha was .93. Zimet, & Farley, 1988) . The scale consists of 12 items that measure perceived social support from family, friends, and significant others. The participants' responses to the MSPSS are given on a 7-point Likert type scale from 1 (very strongly disagree) to 5 (very strongly agree). For this study, Cronbach's alpha was .88. Christensen, 2005) . The inventory consists of 19 items that measure personal burnout, workrelated burnout, and client-related burnout. The participants' responses to the CBI are given on a 5-point Likert type scale from 1 (never) to 5 (always). For this study, Cronbach's alpha was .91.
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Data Analysis
In order to analyze the Serbian version of CAAS scale measurement invariance, the sample of 270 employees from Study 2 was added on the previous sample of 374 respondents from Study 1. Using the AMOS version 19, the configural, metric, scalar and residual invariance were examined on both, initial model (M1) and model with seven error covariances (M2) that have been defined in Study 1. Invariance is tested for Model 2 (M2) in order to examine if shared error variance between the seven pairs of items is something specific for the sample of Study 1 or there is a general tendency. Since the CAAS scale assumes four first-order and one second-order factor, the hierarchical CFA model invariance tests were performed. Seven models for initial CFA without (M1.1 to M1.7) and seven models for CFA with allowed error covariances (M2.1 to M2.7) were tested. Models M1.1 and M2.1 are unconstrained and refer to the configural invariance. The second (M1.2 and M2.2) and third (M1.3 and M2.3) models consider metric invariance. In the models, M1.2 and M2.2 the first-order factor loadings were constrained to be equal, and then in the M1.3 and M2.3 constraints on the second-order factor loadings were added. The scalar invariance was examined foremost on the first-order level through models M1.4 and M2.4 and then on the second-level (M1.5 and M2.5), where the intercepts of first-order factors together with those of measured variables were constrained to be equal. In order to examine residual invariance, the disturbances of first-order factors were also constrained to be equal in models M1.6 and M2.6 and within models M1.7 and M2.7 the equivalent residual variances of measured variables were added. The hierarchical sequences were performed as Chen, Sousa, and West (2005) have suggested and each more restricted model was nested within a less constrained one. To compare a fit of two nested models, the chi-square difference test is used (Bentler & Bonett, 1980) and ΔCFI and ΔRMSEA were examined. The non-significant chi-square difference, ΔCFI < .01 and ΔRMSEA < .015 were used as indicators of nested models' invariance (Cheung & Rensvold, 2002) .
To examine the external validity of the CAAS scale the IBM SPSS version 19 software was used and a bivariate correlation with the Dark Triad personality traits, career satisfaction, supervisory support, perceived social support and burnout were performed. These analyses were conducted on the sample from Study 2.
Results
Measurement Invariance across the two Studies
As has been explained in the Data analysis section, the sequence of seven invariance tests for the initial model and for a model that took into account MI (> 20) was performed and indicators of fit and their changes in nested models are presented in Table 4 . For model identification, the marker variable strategy was used. Since there wasn't a theoretical or empirical basis for choosing a marker variable, the first indicator of each construct was arbitrarily designated as the marker. However, as has been suggested (Reise, Widaman, & Pugh, 1993) , the use of alternative marker variables was examined and no material differences across solutions were found.
When it comes to the initial CFA for CAAS scale, without error covariances, the unconstrained model (M1.1) shows a considerable degree of fit with χ²/ df of 3.35, CFI close to .90 and RMSEA less than .08. The fit is even a little better than in Study 1 (Table 2) , so it can be concluded that the Serbian version of the CAAS scale has satisfying configural invariance across two samples of employees, one from Study 1 and second from Study 2. As it can be seen in Table  4 , all tested models demonstrate almost the same fit indicators, even with modest improvement, where the χ²/df has been slightly decreasing in almost each nested model. No significant changes in χ² were revealed in models M1.2 and M1.3 and differences of CFI or RMSEA are less than .01, so the scale has been proved to be metric invariant. Within models M1.4 and M1.5 where intercepts of measured variables and first-order factors of two samples were constrained to be equal, changes in fit indicators were non-significant. Accordingly, the scalar invariance of the scale model without error covariances is adequate. The indicators of fit of model 1.6 where disturbances of first-order factors have been constrained weren't significantly different compared to the previous model. However, since the χ² of the model when residual variances of measured variables were added was significantly different than in model M1.6, a partial residual invariance test was performed. Residuals of five items where the differences between the two studies' samples were the largest were free in model M1.7a. Those items are 14, 19, 20, 23 and 24, and after they have been unconstrained the fit indicators of model M1.7a were no more significantly different (∆χ²=24.64, p = .173) from those in residual first-order factors invariance model M1.6. Hence, it can be said that the Serbian version of the CASS scale demonstrated partial residual invariance among the two studies. * ∆χ² is significant.
The same procedure sequence of invariance testing has been performed within the model defined in Study 1 where seven error covariances were allowed. Indicators of fit and change parameters are given in Table 4 . The results indicate a good fit of the unconstrained model with χ²/df < 3, CFI greater than .90 and RMSEA lower than .05. Adding the sample from Study 2 improved model fit and configural invariance was established. In each of the following models (M2.2 to M2.7), no significant differences in indicators of a fit were found. Therefore, it can be concluded that the model with allowed seven error covariances has shown adequate configural, metric, scalar, and residual invariance. In contrast to the previous, this model showed full residual invariance across two samples.
External Validity
External validity was examined by calculating the correlations of Serbian CAAS scores with the Dark Triad personality traits, career satisfaction, supervisory support, perceived social support, and burnout. These correlations are presented in Table 5 . As can be seen in Table 5 , the correlations between burnout and the CAAS scales are negative and of low intensity (Cohen, 1988) , while correlations between the narcissism, career satisfaction, supervisory support, perceived social support and the CAAS scales are positive and of low intensity. The obtained results are fully supportive of the external validity of CAAS-Serbian form.
General Discussion
The aim of this study was to examine the psychometric properties of the Serbian translation of the CAAS -International Form by exploring its factor structure, internal consistency, and external validity. Two studies were conducted accordingly. In the following section, the key findings in the context of relevant theory and previous empirical research are summarized and discussed.
In the first study, it has been shown that data for the CAAS -Serbian Form fit the theoretical model moderately well. The fit is slightly lower than for the CAAS-International model , but it is consistent with that in German (Johnston et al., 2013b) and the Philippines (Tolentino et al., 2013) validation studies. However, the model with allowed error covariances demonstrated a much better fit. Those fit parameters are in accordance with those gained by Johnston et al. (2013b) for a model with considered modifications indices greater than 20 associated with the covariances between the error terms. Seven pairs of error covariances were allowed between similar items, for example: "Thinking about what my future will be like" and "Realizing that today's choices shape my future", which both consider imagination of and orientation toward future; or "Learning new skills" and "Working up to my ability", which are both referring to the development of competencies and participants might have not been able to discern a subtle difference between skills and abilities.
Furthermore, the results of confirmatory factor analysis have indicated a low factor loading of .32 for item 6 (Concerned about my career). Some of the previous international validation studies showed similar results. For instance, Porfeli and Savickas (2012) found that item 6 had the lowest factor loading (.43) of all 24 CAAS items in a sample from the United States. Consistently, Duarte et al. (2012) and McKenna et al. (2016) found factor loadings of .34 and .21 for item 6 in samples from Portugal and Iran respectively. A possible explanation for the low loading of item 6 may be that our participants interpreted the word "concerned" in a negative (i.e., worried) instead of a positive emotional way (i.e., interested, involved; cf. . Related to this issue, Vignoli's (2015) research has shown that feelings of general and career-related anxiety may relate positively to career exploration.
The total scale and four subscales each demonstrated good internal consistency estimates. The total score for the CAAS -Serbian Form has a reliability of .92, which is higher than for the subscale scores of Concern (.88), Control (.82), Curiosity (.84) and Confidence (.85). The reliabilities are generally similar for the Serbian sample relative to the total international sample .
The second study has revealed that the both; initial and model with error covariances, are invariant across two different samples of employees collected in 2016 and 2018. The configural, metric, scalar and residual invariance were established. However, in order to achieve a residual invariance, some errors of measurement variables in the initial model had to be unconstrained. Four of five unconstrained errors were on items that constitute the Confidence dimension and on items where the error covariances are allowed in the model (Model 2) with accepted modification indices. Those items are at the end of the scale and most of them were unconstrained also in examining residual measurement equivalence within Savickas and Porfeli (2012) international validation study. The established invariance of the model that took into account modification indices (Model 2) shows that the error covariance between concrete items of CAAS -Serbian Form is not something only sample-specific. Hence, that result implies that there is another systematic source of shared variance between those items, which is probably due to the use of similar terms in items' formulation.
Also, the second study has shown that all correlations between the Serbian CAAS scores and narcissism, career satisfaction, supervisory support, perceived social support and burnout have corresponded to previous findings on the relations between these constructs. Positive correlations between career satisfaction and the CAAS scores are in accordance with the results of previous studies (Chan & Mai, 2015; Zacher, 2014; Zacher, 2016) . According to career construction theory, when workers perceive themselves as effective in their work and success in their careers, it is expected they will evaluate their career achievements positively (Savickas, 2013; Zacher, 2016) . The positive correlation obtained between narcissism and career adaptability matches the results of previous studies which indicated that narcissism is positively associated with different career outcomes (Dostanić & Gojković, in press; Hirschi & Jaensch, 2015; Spurk, Keller, & Hirschi, 2015; Suvajdžić, 2018; Volmer, Koch, & Göritz, 2016) . Nonsignificant correlations with psychopathy and Machiavellianism are in line with results of previous studies in Serbia (Dostanić & Gojković, in press; Suvajdžić, 2018) . On the one hand, people with high scores on psychopathy and Machiavellianism have a tendency to be successful and to have great career (Jonason, Li, Webster, & Schmitt, 2009; Jonason, Wee, Li, & Jackson, 2014) , but on the other hand they might have a lack of flexibility, they are rigid and non persistent (O'Boyle, Forsyth, Banks, Story, & White, 2013; Paulhus & Williams, 2002) which can make them less willing to continuously invest in their careers for entire work life. Perceived social support significantly correlated with the total score of career adaptability, and all its dimensions, which is in accordance with the other studies that examined these relations (Guan et al., 2016; Tian & Fan, 2014) . The correlation between the support of a supervisor and career adaptability obtained in the previous studies (Ito & Brotheridge, 2005) , has been confirmed by this research as well. When it comes to the relation between CAAS and burnout, it is negative, as it was expected based on previous studies (Harry & Coetzee, 2013 ) and on those where CAAS was linked to constructs close to burnout: positively with professional (Maggiori, Johnston, Krings, Massoudi, & Rossier, 2013) and subjective well-being (Ramos & Lopez, 2018) , and negatively with work-related stress (Fiori, Bollmann, & Rossier, 2015) .
Overall, consistent with other validation studies , the findings showed that the CAAS -Serbian Form has good psychometric properties. The CAAS -Serbian Form appears to be ready for use by researchers and practitioners in Serbia. Researchers and practitioners can use the reliable and validated Serbian translation of the CAAS to assess the extent to which their clients are preparing for future career tasks, take responsibility for their career development, explore possible future selves and career opportunities, and believe in their ability to solve problems and to succeed in their careers .
Limitations
This study was limited in a number of ways. Firstly, our sampling strategies focused on highly educated workers from Serbia; the majority of participants held a university degree or more. Thus, future research is needed to demonstrate the generalizability of our findings to less educated groups of workers. Secondly, convergent validity has not been addressed. Further research should investigate the instrument's convergent validity. Finally, the fact that this measure is based on self-reported information should not be underestimated. It could be interesting to develop a proxy evaluation form of the CAAS to obtain a supervisor and career counsellors' point of view about a person's career adaptability and detect similarities and differences. PSIHOLOGIJA, 2019, OnlineFirst, 1-21
Conclusion
Based on the results reported in the present study, we conclude that the CAAS -Serbian Form has good psychometric properties. Specifically, the total scale and four subscales each demonstrated excellent internal consistency estimates and a coherent multidimensional, hierarchical structure that fits the theoretical model of career adaptability resources and that is measurement invariant across two samples. The obtained results also support the external validity of CAAS -Serbian Form, examined by calculating correlations with a number of external variables. Obtained correlations were negative with burnout and positive with narcissism, career satisfaction, supervisory support and perceived social, which is all in accordance with the results of previous studies, thus supporting the external validity of the scale in the Serbian context. Based on these findings, the CAAS -Serbian Form appears to be ready for use by researchers and practitioners who wish to measure adaptability resources among employed adults. Further research will examine its validity for use with students.
